
































































































































































































































































































































































































































































































































































"A very friendly place to work where people share a lot of themselves.  It is like an extended family.  
The leaders, or head of the organization, are considered to be mentors and, maybe even, parent 
figures.  The organization is held together by loyalty or tradition. Commitment is high.  The 
organization emphasizes the long-term benefit of human resource development and attaches great 
importance to cohesion and morale.  Success is defined in terms of sensitivity to customers and 





"A dynamic, entrepreneurial, and creative place to work.  People stick their necks out and take 
risks.  The leaders are considered to be innovators and risk takers.  The glue that holds the 
organization together is commitment to experimentation and innovation.  The emphasis is on being 
on the leading edge.  The organization's long-term emphasis is on growth and acquiring new 
resources.  Success means gaining unique and new products to services.  Being a product or 




"A results-oriented organization.  The major concern is getting the job done.  People are competitive 
and goal-oriented.  The leaders are hard drivers, producers, and competitors.  They are tough and 
demanding.  The glue that holds the organization together is an emphasis on winning.  Reputation 
and success are common concerns.  The long-term focus is on competitive  actions and 
achievement of measurable goals and targets.  Success is defined in terms of market share and 





"A very formalized and structured place to work.   Procedures govern what people do.  The leaders 
pride themselves on being good coordinators and organizers, who are efficiency-minded.  
Maintaining a smooth-running organization is most critical.  Formal rules and policies hold the 
organization is most critical.  Formal rules and policies hold the organization together.  The long-
term concern is on stability and performance with efficient, smooth operations.  Success is defined 
in terms of dependable delivery, smooth scheduling, and low cost.  The management of employees 
is concerned with secure employment and predictability."











































































































































































































































































































































































































































































None Collaborate Compete Control Create Total
Less Successful 4 7 2 7 3 23
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Black Text - Survey data
Red Text - Calculated field
Blue Text - Secondary research
Blue Fill - Dataset used in analysis
White Fill - Supporting data





















• division /business unit
• years with company
• relationship to initiative
• company cooperation level
• culture question1 (A, B, C, D) 
• culture question 2 (A, B, C, D) 
• culture question 3 (A, B, C, D) 
• culture question 4 (A, B, C, D)













• initiative question 1 (A, B, C, D) 
• initiative question 2 (A, B, C, D) 
• initiative question 3 (A, B, C, D) 
• initiative question 4 (A, B, C, D) 
• success - overall worth
• success - environmental impact
• success - financial  impact
• success - employee impact
• initiative comments





Field Name Level Description
company_id 2 & 1 Unique identifier for participating companies
comp_coop 2 5 point Likert scale. Level of cooperation across departments, as assessed
by employees and averaged across all respondents at a given company.
emp_size 2 Number of employees at the company.
public 2 Flag for whether the company is a public company.
ROI 2 5 point Likert scale. Degree to which ROI  is used to inform company 
initiative decisions, as assessed by employees and averaged across all 
respondents at a given company.
cp_y_max 2 Dummy variable indicating  if the Collaborate quadrant is the highest 
quadrant for the company.
cp_g_max 2 Dummy variable indicating  if the Create quadrant is the highest quadrant for 
the company.
cp_b_max 2 Dummy variable indicating  if the Compete quadrant is the highest quadrant 
for the company.
cp_r_max 2 Dummy variable indicating  if the Control quadrant is the highest quadrant 
for the company.
person_id 1 Unique identifier for individual survey respondents
p_worth2 1 4 point Likert scale. Please rate to what extent you agree or disagree with 
the following statements about Initiative “I think this initiative was worth 
doing.” (1 = disagree, 4 = strongly agree).
diff_y_a 1 The absolute value of difference between the initiative profile and company 
culture profile in the Collaborate quadrant, averaged across all individuals at 
a given company.
diff_g_a 1 The absolute value of difference between the initiative profile and company 
culture profile in the  Create quadrant, averaged across all individuals at a 
given company.
diff_b_a 1 The absolute value of difference between the initiative profile and company 
culture profile in the  Compete quadrant, averaged across all individuals at a 
given company.
diff_r_a 1 The absolute value of difference between the initiative profile and company 
culture profile in the  Control quadrant, averaged across all individuals at a 
given company.
diff_tot 1 The absolute value of difference between the initiative profile and company 
culture profile in the  Create quadrant averaged across all individuals at a 
given company.
